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Abstract 
The aim of this research was to study the relationship between organizational characteristics and implementation of internal 
assessment in academic departments. This research tries to promote the success level of this process, control the influential 
factors and eventually increase quality in academic departments. Required data were collected from all academic departments in 
Tehran University using descriptive-analytic method and, using x2 experiment and qualitative analysis, the positive relationship 
between the two variables as well as the departmental problems that affect the internal evaluation were identified.
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1. Introduction 
 Higher education system in every country is considered as one of the factors that affect sustainable development. 
And the reason is that providing an education of skilled and experienced manpower as basic of countries' 
comprehensive development is done by universities and centers of higher education.  On the other hand, the higher 
education system during the past two decades has faced numerous challenges, including the growing social demand 
for its courses. Quantitative development of those courses, decreasing the dedicated resources of this sector, and 
increasing the demand for more accountability and responsiveness towards specific resources on one hand, and 
improving the quality on the other hand; in a way that makes most higher education systems rethink of its functions 
and activities and assessing their effectiveness and efficiency. In this situation, if the universities wish to perform 
desirably their missions, they should reassure the parties involved (society, government, faculty members, students, 
etc) that the university efforts meet the necessary quality and use essential mechanism to improve it.  Since 
evaluation is a suitable mechanism foe improving quality, universities should evaluate themselves and provide 
conditions for continuous quality improvement (Bazargan et al, 2007). 
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Therefore, universities and higher education systems in different countries seek to evaluate themselves 
continuously through adopting various approaches. One of these adopted approaches is implementation of internal 
evaluation. The positive effect of internal evaluation implementation on the education system and the continuous 
improvement of quality are known to all.  
Internal evaluation includes collecting convenient, relevant and up-to-date data from professors, students and 
alumni about elements that form an educational unit in order to judge the quality and conduct planning to improve 
the unit (Vlasceanu et al, 2004). 
During internal evaluation, faculty members of the higher education unit (academic department) evaluate the unit 
by choosing factors, criteria and indicators. In these evaluations, with the active participation of faculty members 
and based on the data collected from the beneficiaries of the unit under evaluation (heads, faculty members, 
students, alumni and their employers), the strengths, weaknesses, opportunities, and barriers to the development of 
the higher education unit are revealed and useful recommendations are made to improve the quality of the 
components as the internal evaluation report (Bazargan, 2002, 2004). 
Since the department is considered to be the activities core of every university the qualitative improvement of the 
university depends on the department activity, the best and most effective step of the internal evaluation process can 
take place in academic departments. In this regard, in Iran, the Third and Fourth Development Plans on "continual 
evaluation of the universities and higher education institutes as well as state and private research institutes Ministry 
of Research Science and Technology, Organization of National Education Assessment, the internal evaluation 
approach has been taken into account in higher education evaluation since 2000 and implemented in 787 university 
departments across the country. Some of the Tehran University departments have voluntarily participated in internal 
evaluation and until 2005, internal evaluation was performed in nine departments of this university and its report 
was compiled. Then, with the establishment of Tehran University Qualitative Evaluation Center in 2005, the process 
was formalized and set at this center's agenda. It should be noted that the equal implementation of internal 
evaluation in all academic departments will not succeed. It might be conveniently implemented and its report 
compiled in a short time in some places. However, in other places it might take longer or even not implemented due 
to limitations. So, the question to ask here is what factors effect the divergent implementations of internal evaluation 
in academic departments? 
Miller believes that as an organization and a system, every department possesses various organizational 
characteristics that can affect the implementation of their evaluation. These characteristics include: various 
connections of the department, its connection with labor market, employers and its beneficiaries, organizational 
structure, freedom and authority, its situation in terms of manpower (faculty members, staff, experts, etc), available 
technology, equipment and facilities, organizational connections between faculty members and students, databases 
used by the department, its organizational objectives, perspectives and missions, faculty members' acquaintance 
with the mechanisms used for qualitative evaluation of inputs, processes and outputs (Miller, 2007). 
This research is intended to study the relationship between some of the organizational characteristics of academic 
department (in terms of its preparedness for the implementation of internal evaluation) and the process of the 
internal evaluation implementation in Tehran University departments. Besides identifying the barriers and 
prerequisites for the implementation of internal evaluation, this paper offers several recommendations for its best 
implementation. 
.
2. Research Objectives    
The general aim of this research is to study the relationship among organizational features of educational 
department by implementation of internal evaluation in Tehran University departments. It also includes the 
following partial objectives: 
Azam Ahmadi et al. / Procedia Social and Behavioral Sciences 15 (2011) 221–228 223
3
1. To determine the status of internal evaluation implementation in Tehran University departments and to 
classify them based on three conditions: 1) check performance and compile reports, 2) data collecting and, 
3) lack of implementation of internal evaluation. 
2. To determine organizational features of educational department of Tehran University (in terms of 
preparation for implementation of internal evaluation) according to the above classification.  
3.  To investigate the relation between organizational features and status of implementation of internal 
evaluation in educational department of Tehran university. 
3. The review of literature 
Internal evaluation is the first stage of the validation model, and its main objective is providing appropriate 
information, which is relevant and up to date regarding constituent factors of the evaluated system. Such information 
can be useful in judging the quality, identify strengths, weaknesses, opportunities and threats and planning for 
development and enhancement.  Internal evaluation can be conducted as a type of an organized search called 
"Action search" involving all the staff and beneficiaries in the activities of the organizational unit of higher 
education (department) in order to ensure that the objectives and optimal quality of input, process and output 
elements that form the department are achieved (Spencer, 2001).Vroeijenstijn (2001) acknowledges the involvement 
of faculty members in achieving a comprehensive understanding of the department missions in order to develop the 
educational unit and optimize the resources to continuously improve its quality as the main purpose of internal 
evaluation.  
 In this regard, Bazargan (1991) expressed the aim of evaluation as follows:  
1. To reveal different aspects (input, process, output) of the quality of the university system.  
2. To contribute to the self-regulation of academic affairs.  
3. To improve the quality of academic systems.  
4.  To make the faculty members participated in academic affairs and giving power to them. 
5. To make the university system able to meet community and specific resources needs.  
Given the importance and positive influence of internal evaluation on the promotion of university system quality, 
performing it in Iran's higher education system has also been considered and based on international studies, and 
experience can be conducted in the form of a systematic framework. Performing the internal evaluation in Iran has 
the following steps(Mohammadi,2005 & Bazargan et al ,2007):  
1. To make the faculty member be familiar with purpose, principles and method of internal evaluation 
implementation.  
2. Organizing the internal evaluation committee and make schedule for the internal evaluation implementation.  
3. The factors, criteria, and indicators of internal evaluation to be determined.  
4. The requirements for quality assessment to be defined.  
5.  the data needed for internal evaluation to be identified . 
6.  Select or develop measurement tools for collecting the data. 
7. The data to be collected.  
8. The evaluated quality factors to be compiled, analyzed and assessed.  
9. The objectives of the department to be reviewed and emphasized. 
10. Preparing the preliminary report and distributing it in order to know the opinion of the faculty members of 
education department about the proposals.  
11. Compiling the final report. 
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Higher education as a system that includes inputs and process as organizational characteristics play an important 
role in unity functions, including the evaluation function.  Therefore, organizational characteristics of department 
can be considered as important elements that affect the implementation of internal evaluation. 
Describing the organizational characteristics is the starting point in the self-evaluation process. As a result, before 
the self-evaluation starts, organizational characteristics should be reviewed in order to identify the challenges and 
tackle them so that success in the implementation of internal evaluation is ensured. In this regard, National 
Standards and Technology Institute has designed a questionnaire in the Baldridge National Quality Program to judge 
organizational characteristics such as plans and mechanisms, organizational culture, resources, intra- and inter-
organizational connections and acquaintance with key evaluation components in the unit under evaluation before 
Baldridge self-evaluation (National Standards and Technology Institute, 2007). Therefore, considering the 
questionnaire used to determine the statues of organizational characteristics in bald ridge self-evaluation approach 
and according to the organizational nature of the academic departments, a questionnaire including the 15 
components mentioned in data section are reviewed to assess readiness for internal evaluation. 
3.1. Research Method 
This study in terms of the objective is applied research and regarding the method of collecting data is descriptive 
co relational study. Statistical population in this study is the educational department of Tehran University (140 
educational departments) and 3 faculty members were randomly selected from every department to answer the 
questionnaire. According to the research objective and based on the implementation status of internal evaluation 
situation if internal evaluation implementation, departments are divided into the following:  
- Departments that compiled the internal evaluation report (15 departments) 
- Departments that have been stopped at the data collection stage (40 departments) 
- Departments that have not done the internal evaluation (85 departments) 
In the first two departments, the method of complete census was used, while in the third one which includes 45 
departments Cochrane sampling method was used. Questionnaires consisting of open-answer and closed-answer 
questions were used to collect data from the statistical population. Content validity method has been used to 
estimates its validity, and Cronbach's alpha has been used to estimates its reliability, the cronbach alpha reliability 
coefficient was 926%. 
For data analysis, descriptive statistic (mean) and inferential statistics (chi-square test) were used to determine the 
relationship between the success level of the internal evaluation implementation and organizational characteristics of 
departments. In order to determine the mean of faculty members' opinions about organizational characteristics, first 
the questionnaires' options were weighted (in other words, quantitative options switched into qualitative grades): 
very much=5, much=4, average=3, little=2, very little=1. Then the mean of the numeric values of the answers was 
calculated by using the following formula: 
Point of each component= 
Then, according to the following judging criteria that was determined based on Likert scale measures (which is 
determined due to the minimum and maximum numeric value): desirable= 3/66 to 5, fairly good= 2/33 to 3/66, 
undesirable= 1 to 2/33, the desirability of each organizational characteristics was determined based on its points. 
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4. Research Findings 
As the research objective indicates, the statue of Tehran University departments in terms of internal evaluation 
implementation was examined, and they were divided into three categories: Departments that: 1) compiled the 
internal evaluation report, 2) have been stopped at the data collection stage, and 3) didn't conduct the internal 
evaluation. Then the mean of organizational characteristics of each category was calculated. 
- Organizational characteristics in departments that offered their internal evaluation report: 
Table 1: situation of organizational characteristics in departments that have internal evaluation report   
As table 1 indicates, the statue of organizational characteristics in departments that have the internal evaluation 
report is desirable. The highest mean pertains to "convenient connection between the professors" (4/10) and then to 
"quality evaluation culture and accountability in the department" (3/98) and the lowest mean belongs to "connection 
with labor market and employers" (2/82).  
- Organizational characteristics in departments that have compiled internal evaluation data: 
Table 2: situation of organizational characteristics in departments that have internal evaluation data  
organizational characteristics median desirability 
1 Convenient mechanism for providing and presenting educational programs and services 
to students 
3/64 Fairly good  
2 Necessary manpower (faculty members, various experts, secretary, etc) proportionate 
with the department needs 
3/28 Undesirable  
3 Necessary technology resources, equipments and facilities proportionate with the 
department needs 
2/16 Undesirable  
4 Convenient organizational structure 3/00 Fairly good  
5 Necessary freedom and authority for decision-makings and activities of the department 3/41 Fairly good  
6 Convenient organizational connection between faculty members 3/50 Fairly good  
7 Convenient connection between faculty members and students 3/16 Fairly good  
8 Faculty members' acquaintance with research methods  3/23 Fairly good  
9 Faculty members' acquaintance with educational evaluation and quality assurance 
methods  
3/18 Fairly good  
10 Clarified and codified objectives, perspectives and missions in the department 2/96 Fairly good  
11 Certain mechanism for connecting with alumni in the department 3/66 Fairly good  
12 Connection with labor market and the outside world 2/50 Fairly good  
13 Quality evaluation culture and accountability in the department 2/80 Fairly good  
14 Certain mechanisms for evaluation the quality of inputs, processes and outputs 3/03 Fairly good  
15 Comprehensive database in the department (students, alumni, faculty members, etc) 3/30 Fairly good  
Total  2/99 Fairly good  
As table 2 indicates, the statue of organizational characteristics in departments that have internal evaluation data 
is fairly good. Indicators of "manpower" and "technology resources, equipments and facilities proportionate with the 
department needs" were estimated as undesirable. The highest mean pertains to "convenient mechanism for 
providing and presenting educational programs and services to students" and "organizational connection between 
faculty members".  
-Organizational characteristics in departments that did not conduct internal evaluation: 
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Table 3: situation of organizational characteristics in departments that don't have internal evaluation  
organizational characteristics median desirability 
1 Convenient mechanism for providing and presenting educational programs and services to 
students 
2/90 Fairly good  
2 Necessary manpower (faculty members, various experts, secretary, etc) proportionate with 
the department needs 
3/09 Fairly good 
3 Necessary technology resources, equipments and facilities proportionate with the 
department needs 
1/96 Undesirable  
4 Convenient organizational structure 2/71 Fairly good  
5 Necessary freedom and authority for decision-makings and activities of the department 2/59 Fairly good  
6 Convenient organizational connection between faculty members 2/40 Fairly good  
7 Convenient connection between faculty members and students 2/50 Fairly good  
8 Faculty members' acquaintance with research methods  3/58 fairly good  
9 Faculty members' acquaintance with educational evaluation and quality assurance methods  2/30 Undesirable  
10 Clarified and codified objectives, perspectives and missions in the department 2/41 Fairly good  
11 Certain mechanism for connecting with alumni in the department 3/33 Fairly good  
12 Connection with labor market and the outside world 3/79 Desirable  
13 Quality evaluation culture and accountability in the department 2/48 Fairly good  
14 Certain mechanisms for evaluation the quality of inputs, processes and outputs 1/90 Undesirable  
15 Comprehensive database in the department (students, alumni, faculty members, etc) 2/43 Fairly good  
Total 2/52 Fairly good  
As table 3 indicates, organizational characteristics in departments that have not conducted internal evaluation are 
estimated as fairly good in 11 indicators, undesirable in 3 and desirable in only "connection with labor market and 
employers". The highest mean pertains to "connection with labor market and employers" (3/79) and the lowest 
belongs to "certain mechanisms for evaluation the quality of inputs, processes and outputs". 
Table 4: frequencies of departments in separation of the evaluation process and organizational characteristics 
Point of organizational 
characteristics Inadequate preparedness Almost prepared Completely prepared Total  
Department type 
Haven't conducted the internal 
evaluation 
12 16 3 30 
Have internal evaluation data 3 7 2 12 
Have offered final report 1 4 9 14 
X2 statistics for determining the relationship between evaluation process and organizational characteristics: 
X2 value Degree of freedom (df) Meaningful level 
18/79 4 0/001* 
*meaningful in less than 0/01 (p< 0/01) 
As the above table indicates, X2 is 18/79 and is meaningful at 0/01 with freedom degree of 4. This means that 
there is a significant relationship between departments which are at different levels of evaluation process (haven't 
conducted, have evaluation data, have report) and readiness to implement evaluation process (organizational 
characteristics point). The results suggest that those departments that have completes internal evaluation have the 
highest organizational point (readiness) and the lowest point belongs to those which have not conducted the internal 
evaluation. 
5. Conclusion and Recommendations    
Results indicate that there is a significant correlation between organizational characteristics in terms of the 
readiness of the department and the implementation of internal evaluation within the department. This means that 
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the implementation of the evaluation process depends on their organizational readiness. For that reason, it is 
preferable that before implementing the internal evaluation in academic departments, their readiness in terms of 
organizational characteristics must be examined and improved to ensure the success of internal evaluation 
implementation. Those characteristics include: convenient mechanism for providing and presenting educational 
programs and services to students, human resources (faculty members, various experts, secretary, etc) is appropriate 
to the needs of the department. Necessary technology resources, equipments and facilities are appropriate to the 
needs of department. Appropriate organizational structure, clear goals, perspectives and missions been codified by 
the department. The necessary freedom of action for the decisions making and activities related to the department; 
Faculty members have institutional relationship among them; Faculty members and students have a proper 
relationship among them. Faculty members are familiar with research methods in various areas. Faculty members 
are familiar with educational evaluation methods. Clarified and codified objectives, perspectives and missions in the 
department, clear mechanism for communication with the alumni in the department. Having close relationship with 
the labor market institutions. There is culture of quality assessment and accountability in the department, certain 
mechanisms for evaluation the quality of inputs, processes and outputs and comprehensive database in the 
department (students, alumni, faculty members, etc). 
Also, the adverse results that is based on the open-answer questions suggest that the faculty members believe that 
the challenges and main problems in the implementation of internal evaluation is lack of budget and research  score 
for this process in the department and this makes faculty member to don’t have any commitment and motivation to 
follow up their own matters. Also, individual competition between the faculty members, traveling aboard for 
participating in international conference, study opportunities and paper presentation as well as lack of a cohesive 
relation between the professors and the world outside the department and that makes them busy always and don’t 
have enough time to accomplish their internal tasks as faculty member. Since the implementation of internal 
evaluation requires close cooperation of the faculty members, such challenges are threats to the departments. 
Implementation of Internal evaluation requires close and sincere cooperation and that can be practical if faculty 
members work as one team and spend enough time for that. Lack of independency, lack of faculty members' 
familiarity with quality assessment and internal evaluation and also lack of evaluation expert to conduct the internal 
evaluation beside lack of appropriate organizational structure at the university level in order the internal evaluation 
to be conducted and also instability of manager in the group are other factors that lead to the incompleteness of the 
internal evaluation process in the departments. These recommendations are presented to tackle such challenges: 
- Codifying a procedure and structure to organize the activities of the department members both inside and 
outside the department. 
- Reviewing the promotion criteria of the faculty member rank in order to propel them towards team work 
not towards individual competition.  
- Create comprehensive, specialized and updated database in the educational department.  
- Training evaluation experts to implement internal evaluation in departments 
- Holding educational workshops in order to make the faculty member familiar with evaluation and quality 
assurance in higher education.  
- Make faculty members interested and motivated  through proper approaches and strategies to improve the 
quality of education in the departments 
- Allocating a budget for the volunteer departments in university wish to conduct the internal evaluation. 
-  Codifying instructions regarding how to conduct the internal evaluation in the department.  
- Creating appropriate organizational structure and considering a timetable to implement the internal 
evaluation in the educational departments in the university strategic plan and pursue its implementation.  
- Creating self-evaluation culture in universities and make the faculty members, heads of departments and 
students play a role in such culture.  
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